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Pe3rome: B HacTosara CTatus € U3BbPLUEHO [1IPpOYyYBaHe Ha Hay4dHarta amTepary-
pa n CTaTtuCTUYECKNTE AaHHU 3a epEKTUTE OT Bb3AENCTBUETO Ha YOBELUKUTE PECYypcU B
rnpouyeca Ha Bb3saraHe Ha UKT AeriHOCTU, KaKTo U crneyngukara Ha MHBECTULIMNTE B HO-
BeLUKW Kanutasa. PasrnegaHa e poJsiiTa Ha YOBELUKUTE pecypcu rnpu ayTcopcmnHra Ha KT
AENHOCTU C Uen AO0Ka3BaHe WM OTXBbpPJISSHE Ha TEOPETMYHATa XMrotesa, 4e OT r/1egHa
TOYKa Ha opraHunsauyumnte-gocrtaBuynuyn Ha VKT AeiHOCTM ayTCOPCUHIbT € r1o4xoAsua
¢gopma 3a e(peKTNBHO M3r10/13BaHE HA TPpyAa Ha BUCOKOKBaINGOUUNPAHNUTE CRIELUNATNCTN U

3a rpoMsiHa Ha acCrieKTntTe Ha MeEHNA)KMbHTa Ha opraHulsayusTra.

KnrouyoBn gymn: AyTCOPCUHI, HYOBELLKN PECYPCH, HOBELIKW Kanutas, nHpopma-
LIMOHHU 1 KOMYHUKALMOHHU TEXHOJIOMMU, MHOBALIUM.

I. Introduction

The actuality of the problem outlined in
this publication is due to the fact that
investments in human capital are very
important in a situation of dynamic eco-
nomic changes since during a transition
from one economic cycle to another the
economy often does not recover its pre-
vious production but starts a new one.
The investments in technologies (i.e. ma-
terial capital) require innovations in hu-
man capital. Therefore, both the client
and the supplier in the outsourcing rela-
tionships have to invest in human re-
sources qualification in order to be ade-
quate to the technological development.

I. BbBeaeHue

AKTyanHocTTa Ha npobfema B HacToslLaTa
CcTaTus NpomMsTUYa oT (akTa, Ye MHBECTU-
pPaHETO B YOBELIKWM KanuTan € oT 0cobeHo
3HauYeHne B YC/OBUATA Ha AWHAMUYHU
MKOHOMMYECKU MNPOMEHU, Tbi KaTo cnep
CMsIHA@ Ha UWKbMA, WKOHOMMKATa Hal-
YecTo He Bb3CTaHOBSIBA CTApPOTO CU Mpo-
N3BOACTBO, a UABa HOBO.

NHoBaumMnTe B TexHosnoruu (T.e. B MaTe-
puaneH KanuTan) U3MCcKBaT U MHOBALMK B
yoBeLlKN KanuTan. CnenosaTenHo, n Kn-
€HTbT, M AOCTaBUYMKbT Ha MNpoAyKTa Wau
ycnyrata npu ayTCOPCUHI B3aWMMOOTHO-
leHns TpsbBa napanenHo Aa MHBecTUpaT
B KBanMdUKaumnsaTa Ha YOBELIKUTE pecyp-
Cv, 3a Aa Ca afleKBaTHM Ha pa3BUTUETO Ha
TEXHOJIOrMnTE.
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The aim of the article is to prove or to
reject the following theoretical hypothe-
sis: in terms of the providers of ICT ac-
tivities, the outsourcing is a suitable way
to use highly qualified labor while it also
requires a change in the aspects of the
company management.

In this connection the following tasks
have been assigned: (1) Clarifying the
category “human capital” and the speci-
ficity of the investments in it. (2) Study-
ing the role of the human capital of ven-
dors in the process of outsourcing of ICT
activities. (3) Investigating the aptitude
for innovations of the human resources in
ICT vendors as their main characteristic.

II. Presentation

There are three ways for interpreting the
term “outsourcing” (a process of taking
out a company activity) in the economic
literature: (1) a process of distribution of
functions inside and outside the com-
pany, (2) a possibility to increase the
efficiency and efficacy of the organisation
and (3) a strategic tool for obtaining
competitive advantages.

It's important to note that in order for a
process to be defined as an outsourcing,
the client organisation should have per-
formed the activity outsourced before, or
have an objective possibility to perform
it.

Our definition of the term of outsourcing
is as follows: broadly speaking, the out-
sourcing is a process of taking out a
company activity to a provider in order to
make the most of the material, immate-
rial and human recourses available. The
narrow idea of the term is that the out-
sourcing is a company strategy for ob-
taining of competitive advantages in or-
der to increase the efficiency and efficacy
of the organisation.

The reasons for outsourcing can vary
from cost reduction of costs to obtaining
of competitive advantages such as in-
creasing the service level and the product
quality, accessing new technologies, risk
sharing, etc.

LlenTa Ha HacTosdWaTa cTatvsa e Teope-
TUYHO Aa Ce AOKaXke WM OTXBbpaM XMMo-
TesaTa, Ye OT rfiegHa Toyka Ha opraHusa-
ummTe-goctaBumumn Ha UKT gerHocTm ayT-
COpPCUHIBT € noaxoaswa dopMa 3a ocu-
rypsieBaHe M M3non3BaHe Ha BWCOKOKBa-
nvduumpaH TpyA4, KOSTO W3MCKBA M3r-
pa>kAaHeTO Ha HOB TUM MEHUAXMbHT.

Mo OTHOLWEeHWEe Ha Tasn Len ca NocTaBeHMU
cnegHuTe 3agaun: (1) Ja ce M3ACHM KaTe-
ropusTa ,4oBewkn Kanutan” n cneuymndwu-
KaTa Ha MHBecTMumMuTe B Hero, (2) Aa ce
pasrnega pondta Ha 4YOoBelWKus Kanutan
npu ayTcoOpCMHra B OpraHmsauumTe-
poctasumum Ha VKT gerHoctn u (3) [a ce
n3cnenBa CKJIOHHOCTTA KbM MHOBATUBHOCT
KaTO XapaKTepuCTMKa Ha YOBELLUKNA Kanu-
Tan B KT npeanpuaruaTta.

I1. N3noxxeHune

B nkoHOMMuYecKaTa nuTepaTypa noHsaTue-
TO AyTCOpPCUHIr (Mpouec Ha M3HacsHe Ha
OENHOCTU M3BbH OpraHusaumsita) ce pas-
rnexpa kato: (1) npouec Ha pasnpege-
neHne Ha yHKUMM BbTPE U M3BBH Opra-
HM3aumsaTa, (2) Bb3MOXHOCT 3a MNoBMLWA-
BaHe Ha edeKTMBHOCTTa U edunKacHoCTTa
Ha npeanpuaTMeTo M (3) cTpaTernyecku
WHCTPYMEHT 3@ MoCTMraHe Ha peauua
KOHKYPEHTHM NpeanMcTBa.

BaxHo e pa ce otbenexmn, 4ye 3a pa ce
AeduHMpa pageH npouec Kato ayTcop-
CUHr, opraHm3sauuarta Tpsbsa ga e M3nbi-
HsBajsla Tasn AerHOCT npeau Wan ga uMa
obeKkTMBHaTa Bb3MOXHOCT Aa S U3MbJHSA-
Ba.

B WWMpOK CMWUCBA ayTCOPCUHIbLT MNpeac-
TaB/fisiBa Mpouec Ha M3HacsiHe Ha AEMHOCT
OT OpraHMsaumaTa KbM BbHLIEH MU3MbJIHU-
Ten C uen paunoHasHO M3Mon3BaHe Ha
HaANYHUTE MaTepUasiHU, HeEMaTepuasaHn u
YOBELLKN pecypcu. B TeceH cmucbn ayt-
COPCUHIBT € CcTpaTerns 3a npuaobusaHe
Ha KOHKYPEHTHM NpeauMcTBa C uUen no-
BUWaBaHe Ha eduMKacHocTTa U edeKkTns-
HOCTTa Ha opraHusauusTa.

MoTueMTE 3a M3HACsHE Ha AeNHOCT Bapwu-
paT OT KpaTKOCPOYHO peayumpaHe Ha
pa3xoauTe A0 MOCTUraHe Ha peauua KOH-
KYPEHTHM NpeaMMmcTBa TakKmBa KaTo Mo-
BULIABaHE Ha KayeCTBOTO Ha MpOAYKTa,
AOCTbN A0 HOBM TEXHOJIOMUM, criogensiHe
Ha pWCKa, HaBIM3aHe Ha HOBW Nasapu u
ap.
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As disadvantages of outsourcing can be
pointed out risks of supplier dependence,
leaking of confidential information and
the inevitable cutting down of the stuff.

The research methodology includes the
following: (1) analysis of the category
“human capital” and the role of
investments in human capital (2) study of
scientific literature in the field of
providing ICT activities and (3) statistical
data received from the National Statistic
Institute and Eurostat, as well as other
data from research done by international
organisations.

1. Analysis of the category
~human capital”

In general, the production factors are
labour, capital and land. The labour is
performed by the manpower which can
be divided into physical and mental one
and is provided by human resources.
According to Peshev (2008) the capital
comprises all the resources the use of
which leads to adding value.

The capital can be divided into material
and non-material. The non-material capi-
tal of the company is the human one.

Krul (2008) points out that the human
capital of the organisation is a combina-
tion (aggregate) of specific features of
human resources (knowledge, skills, abili-
ties, health and motivation) which have a
certain value and can be a source of fu-
ture income both for the worker who
owns the human capital and the organi-
sation which uses this capital under cer-
tain terms.

There are two parties participating in the
transfer of value added by human re-
sources into capital: (1) personnel and
(2) organisation.

The human resources can increase their
knowledge and skills due to education
and qualification which are received out-
side the company, as well as experience
acquired in the organisation.

The firms which are willing to acquire
competitive advantages by means of in-
creasing the human capital of their per-
sonnel can use the following strategies:

KaTo Hal-4yecTto COYEHUTE pUCKOBE MNpu
CnopasyMeHusaTa 3a ayTCOPCUMHI ca onac-
HOCTTa OT u3nagaHe B 3aBUCMMOCT OT
[OCTaBuMKa, PUCKBT OT WU3TUYAHE Ha
KOHpuaeHumanHa WHoOpMaunms n Heus-
6eXHOTO CbKpallaBaHe Ha nepcoHana.
MeToamkaTa Ha M3CneaBaHETO B HACTOS-
wms pgoknag BkawuBa: (1) aHanu3 Ha
KaTeropmsaTa ,40BeWKM Kanutan” u pons-
Ta Ha MHBeCcTMUMUTEe B Hero, (2) npoyu-
BaHe Ha Hay4HO-MNpunoXHaTa nutepaTypa
B obnactta Ha ayTtcopcuHra Ha UKT pein-
HocTn n (3) cTaTucTmuyecka mMHdopMauums
Ha HCW v EBpocTaT, KakTo M [aHHW 3a
npoeeaeHn wuscneaBaHMs OT MeXAyHa-
pPOAHM OpraHmsauunu.

1. AHanns Ha KaTeropusaTa

~40BeLWkKun kanutan”
KoHuenTyanHo, npousBoacTBeHUTe dak-
TOpW ca Tpya, KanuTtan n 3eMa. TpyabT ce
oBellecTBsBa OT paboTHaTa cuna, KoOSATO
6uBa dum3nyecka U ymCTBEHa U KOSITO ce
npeaocTtaBs OT YOBELUKUTE pecypcu.
Cnopeg MMewes (2008) noa kanutan ce
pa3zbupa BCeKM pecypc, B pe3ynTtaT Ha
onepupaHeTo, C KOWTO ce o4yakBa fgoba-
BSHE Ha CTOMHOCT.
KanntanbT MOXe Aa ce pasgenu Ha maTte-
puaneH u HematepuaneH. Hematepuantum-
AT KanuTan Ha NpeanpusTMETO € YoBeLl-
KUAT KanuTan.
Kpyn (2008) oTtbenssea, 4ye ,4Y0BELKUAT
KanuTan Ha opraHusaumaTa obxealia
CbBKYMHOCTTA OT crneumduuyHn 4eptn u
0CO6EeHOCTHN, BBNIBbTEHN B CIAYXUTENNTE M
(3HaHUS, yMeHusl, cnocobHOCTM, 34paBe U
MOTMBaUMA), KOUTO WMaT onpegeneHa
CTOMHOCT M Ca M3TOYHMK Ha 6baewm Ao-
X0AM KakTo 3a paboTHuka - cobCTBEHUK
Ha 4YOBeLWKWUs KanuTan, Taka v 3a opraHu-
3aumaTa, KOSTO NMpu onpeaeneHn ycrioBus
n3non3Bea To3m Kanutan”.
B npoueca Ha npeBpblUaHe Ha npuHage-
HaTa CTOMHOCT OT YOBELLUKUTE pecypcu B
KanuTan y4yacrteaTt gse ctpaHu: (1) nep-
CoHanbT M (2) opraHusauunsara.
YoBellKNUTe pecypcu MoraT Aa ysBenuuar
3HaHUATa M yMeHusaTa cu bnarogapeHue
Ha obpa3oBaHMETO N KBanudukaumsita cu
M3BbH NpeanpusaTMEeTo, KakTo U 4ype3 onu-
Ta, NnpuaobuT B Hero.
OpraHusaumute, KOUTO MCKaT ga npuao-
6MAT KOHKYPEHTHM NpeanmMcTBa ypes yBe-
inyaBaHe Ha 4YOBEeLlKWUs KanuTan Ha CBoS
nepcoHan, MoraT Aa WU3nos3BaT cnegHuTe
cTpaTtermu:
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(1) intensive strategy through increasing
the quantity of the human resource
of the company or

(2) extensive strategy through acquiring
human capital on the labor market.

Provided the organisation uses an exten-
sive strategy, the human capital includes
both costs accumulated with regard to
education of a worker and costs for in-
creasing his/her knowledge and skills.

The very conception “human capital” re-
quires a different idea for the human re-
source role in the process of production
of goods and services. The personnel that
bear the human capital integrate stuffs
and raw materials, as well as the capital,
technology and information into a final
product and/or service.

The human capital is the most valuable
one of the firm. It has a determined value
and it is a source for future income of the
company, as well as a provider of eco-
nomic assets to the employer. The proc-
ess of transformation of human resources
into human capital has an evolutionary
character which can be supplemented by
new technologies and the development of
information process.

2. The role of investments

in human capital
It is important to note that the develop-
ment of human capital is an essential
element of the concept of its manage-
ment in the process of realisation of the
organisation’s individual function.

It does not depend on company size and
capacity. There is a process of forming a
new management model which replaces
the usual administration of the activities
regarding the human resources.

In this model the functions of the
organisation and those of the personnel
are to be developed. The role of the
organisation is to establish the initial
human capital, its development and re-
qualification, the reorganisation of the
working processes as well as the creation
of new company culture and motivation
system.

(1) vHTeH3MBHa cTpaTerus 4ypes KauecT-
BEHO yBeSin4yaBaHe Ha YOBELIKUS pe-
CypC B KOMNaHusaTa uau

(2) eKkcTeH3MBHa cTpaTeruss 4ypes npuao-
6uBaHe Ha YOBELWKW KanuTan Ha na-
3apa Ha Tpyaa.

BbB BTOpMSA Ciydalh YOBELWKMAT KanuTan

ob6xBallla KaKTO aKyMy/IMpaHeTo Ha pas-

xoauTe 3a obpasoBaHMeTo Ha paboTHMKA,

Taka W Ha pasxoauTe Ha NpeaulHus My

paboTtogaten, CBbp3aHu C yBen4yaBaHe

Ha 3HaHMATaA M YMEHUATaA Ha BbMPOCHMUS

paboTHUK.

CamMOoTO noHATME ,40Bewkn kKanutan”

M3NCKBa pas/iyeH nornes Bbpxy ponsTta

Ha 4YOBELIKUTE pecypcu B npoueca Ha

Cb3gaBaHe Ha CTOKM u ycnyru. lNMepcoHa-

BT, KOMTO € HOCUTEsT Ha YOBELLKMS Kanu-

Tan, obegmHsiBa MaTtepuanute M CypoBU-

HUTE, KanuTana, TexXHosornaTa n UHdgop-

MaumaTa B roToBMS NPOAYKT WM ycnyra.

YoBeWwKnNAT KanumTan € Hah-UeHHUAT Ka-

nuTan Ha opraHmsauusita. Ton uma onpe-

JeneHa CTOMHOCT, M3TOYHUK € Ha bbaelm

0OX04WN 3a Hesl M ocurypsisBa MKOHOMM4ec-

Ku npueunerun 3a pabotogartens. MNpoue-

CbT Ha TpaHcdhopMaumss Ha 4YOBELIKUTE

pecypcu B 4YOBELKWM Kanutan mMa eBosito-

LMOHEH XapaKTep, KOWTO ce aonbjBa C

HaB/IN3a@aHETO Ha HOBUTE TEXHONIOMTUU W

pa3BUTMETO Ha WHQOPMAUMOHHUTE MpO-

uecwm.

2. Ponsa Ha nHBecTUuunTe

B YOBELWIKW KanuTasn
BaxxHO e aa ce oTbenexu, ye Cb3faBaHe-
TO M pa3BOSAT Ha YOBELWKWUS KanuTan e
CbLUECTBEH e/IeMeHT OT KoHuenuusTa 3a
yrnpaBfeHneTo My B MnpoLeca Ha peanu3a-
uMsa Ha nepcoHanHata yHKUMA Ha opra-
HMU3aumaTa.
ToBa e HayanoTo Ha npouec Ha dopMu-
paHe Ha HOB MoAen 3a ynpaB/ieHWe Ha
nepcoHana, KomTo naMmectesa o6MKHOBEHO-
TO aAMWHUCTPUpPAHE Ha AENHOCTUTE,
CBbp3aHM C YOBELLKUTE pecypcu.
Mpn TO3M Mopen (YHKUMUTE Ha OpraHu-
3aumsaTa M NepcoHajNla Cce YCbBbPLUEHCT-
BaT, KaTo pofisTa Ha OpraHusauusTa ce
cBeXaa A0 Cb34aBaHe Ha HayaneH 4o-
BEWKW KanuTana u A0 HeroBoTo pa3BuTue
N npekBanndukaumsl, 40 pecTpyKTypupa-
He Ha paboTaTa, KakTo M 40 Cb34aBaHETO
Ha onpenesieHa opraHu3auMoHHa KynTypa
N MOTUBALMOHHA CUCTEMaA.
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The active role in the process of
increasing knowledge and skills is
performed by the human resources
themselves.

The investments in material capital are
realised by increasing the company
income  and acquiring competitive
advantages as a result of reduction of
production costs due to new technologies
(Peshev, 2008).

Adam Smith finds the investments in
material capital analogous to those in
human capital. The investments in
material capital have to supplement those
in human capital but not exclude them.
The process of investing in human capital
is a complicated and accountable one. In
that process the person can be a subject
or an object of investments but they are
not always aware of the process.

The investments in human capital are a
way to reduce unemployment as well as
to differentiate the incomes in the
countries with developed economy. These
investments are the main component for
increasing the production and efficiency
of an economy that leads to economic
growth. The present investments in
human capital are to be returned as
higher efficiency of the organisation and
higher private income.

The investments in human capital are
aimed at the increase of qualification and
skills of individuals but there is a
difference between these investments
and the living wage.

The types of investments in human capi-
tal and their sources are given in Table 1.

The main subjects of the investments can
be defined in four groups: (1) public
investments (from state and municipal
budget), (2) company investments, (3)
individual investments and (4) funds from
the European Union. It is possible the
object of the investment process to be
financed by different combinations from
these sources (Peshev, 2008).

It is important to say that once human
resources become an object of company
investments, they are treated with a
special attitude in order to be held in the
organisation,

B TO3K Npouec akTMBHa pons 3a noBuLla-
BaHe Ha CBOMTE YMEHMUS N 3HAHUS urpae u
CaMUAT YOBELLIKKN pecypc.

MHBecTuunmMTe BBB (DU3MYECKM KanuTan
ce peanusupaT C Uen noBuMWABaHe Ha
A0X04a WM yBenn4yaBaHE Ha KOHKYpeHTOC-
nocobHocTTa B pe3ynTtaT Ha HaMasieHu
Npou3BOACTBEHM pas3xoaM 3a eaumHumua
NpoAyKT, CBbp3aHWN C BbBeXAaHe Ha HOBMU
MawuHu n TexHonormu (Mewes, 2008).
ApnaMm CMUT npaBu aHanorma Ha MHBECTU-
uMnuTe BbB (PU3NYECKM KanuTan C Te3n B
yoBewkn kanutan. WHBecTMuMUTE BbLB
dun3mueckmn kanutan Tpsbea ga gonbasaTt
Te3M B YOBELLKK, @ He Ja ' U3KJ/IoYBarT.
MHBecTMpaHeTo B 4OBELWKM Kanutan e
CNOXEH W OTroBOpPEH npouec, npu KOMUTO
MHANBNABLT € cybeKT u/mnmn obeKkT Ha WMH-
BECTULUMM, HO HE BMHArM oCb3HaBa MHBeC-
TULUMOHHUSA MpoLec KbM MOMEHTa Ha Mpo-
BEXAaHETO My.

MHBECTUUMMTE B 4YOBELIKW KanuTan ca
Ha4yuH 3a HamansBaHe Ha 6e3paboTunuaTa,
KaKTo W 3a audepeHumaums Ha goxoaute
B pa3BUTUTE WMKOHOMMKW. Te ca OCHOBEH
KOMIMOHEHT 3a yBefiM4yaBaHe Ha Mpou3BO-
AVUTENHOCTTa N edUKacHOCTTa Ha WMKOHO-
MUKaTa, KOETO BOAW A0 WKOHOMUYECKMU
pactex. HacrtoswmTte uHBECTUUMM B 4O-
BEWKW KanuTan ce m3nnawart B b6baelie
noa cdopmaTa Ha noBuLIeHa edeKTUBHOCT
Ha opraHmsaumsiTa U Ha MOBULLEHWN JINYHU
[0X0AM Ha nepcoHana.

MHBECTUUMMTE B YOBELIKW KanuTan ce
npassiT 3a MOBULLIABaHE Ha 3HaHUATA U
yMeHusaTa Ha nHameunaa, Ho Tpsbea ga ce
npaBu pasnmKka Mexay MHBEeCTUUMW B 4YO-
BELWKW KanuTan u cpeacrearta, Heobxoan-
MU 33 XMU3HEHUS MUHUMYM Ha MHANBMAA.
BuooseTe MHBECTULUMW B YOBELLUKW Kanwu-
Tan M U3TOYHUUMTE HA MHBECTUUMKM ca
hageHun B Tabn. 1.

OcHoBHUTe cy6eKTM Ha MHBECTUUUM MoraT
na ce o6ocobar B yetupu rpynu: Obp-
KaBHM (OT penybsMKaHCKM M O6LMHCKN
6t00XeT), (PMpMEHN N MHAMBUAYANHN WH-
BECTULUMM W WHBECTUUMU OT [OHOPCKMU
nporpamn ot EC. Bcekn obekT Ha uHBec-
TULUMOHHUA Npouec e Bb3MOXHO Jda ce
durHaHCKMpa OT passinyHa KomMbuHauums oT
Tax (Mewes, 2008)

TpsibBa pa ce otbenexu, ye cren Kato
YOBELLKNTE pecypcu CTaHaT HOCUTENWN Ha
dburpMeHa nHBeCTMUMSs, KbM TSX Ce npuna-
ra cneumasnHo oTHoweHue ¢ uen aa ébaart
3aabpXKaHu B NpeanpusaTmueTo,
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which is an incentive for individuals to
participate in the process of increasing
the quality of human capital.

KOETO OT CBOA CTpaHa € CTUMyn 3a UHAU-
BnanUTE Aa y4yactBaT B npoueca Ha noBu-
LaBaHeE Ha KayeCTBOTO Ha YOBELWKUNA Ka-
nuTan.

Table 1. Investments in human resources
Tabnuua 1. UHBeCcTULMM B YOBELLKW KanuTtan

Type of investment and costs for:
BunaoBe MHBeCTULIMM Ype3 pa3xoau 3a:

Source of investments
N3TOYHMK HAa MHBECTULMUTE

e Education (primary, secondary, higher and
university as well as post-graduate)

e O6pa3oBaHune (HavasHO, OCHOBHO, CpeaHO U
BUCLLE W cneaavnioMHa KBanmdbukaums)

e Public, individual (private) and company
investments

e [bpXxaBHW, MHAMBUAYANTHW U (PUPMEHU WH-
BECTULMMN

e Education during work (skills and
qualification acquired by the accumulated
experience, courses, length of service and
SO on)

e O6pa3zoBaHne NO BpeMe Ha M3MbJ/IHEHME Ha
TPpyaoBUTE 3aab/ikeHust (YMEeHUsl U KBanu-
dukaummn, npugobutn 4ypes HaTpynaHus
OMWUT, KYpPCOBE, CTaxoBe un ap.)

¢ Company and individual investments as well
as funds from EU

e OupMEHN W WHAMBMAYANHW WHBECTULUWN W
AOHOpCcKU nporpamu ot EC

e Others (courses, sport, physical and mental
care and so on)

e [pyru (KypcoBe, CnopT, rpuxun 3a dusmnyec-
KOTO M MCUXMYECKO 34paBe, MHAMBUAYASHU
MHMUMATUBN)

e Individual (private) and company
investments
e MHauBuayanHu n GUpPMEHU MHBECTULNN

Source: Author’s development based on (Peshev, 2008)

State direct expenditures for education
are higher than those realised by compa-
nies and individuals. State expenditures
on education and improving the qualifica-
tion of the human resources will later
return in the form of taxes or other in-
come, i.e. they lead to a growth of GDP
(gross domestic product).

3. The role of human capital in the
ICT organisations
Very often the object of outsourcing
relationships is information and
communication activities (ICT activities).
Generally, these activities can be divided
as follows (Gramatikov, 2007): (1)
software activities, (2) telecommunication
and network and (3) data processing ac-
tivities. The consolidating criterion is re-
lating ICT activities to the company
information system (IS).

There is a need of certified and skilled IT
specialists in order to ensure high level of
the service.

/ N3TouHuMK: PaspaboTka Ha aBTopa no (Mewes, 2008).

ObpxaBaTta peanusmpa Hal-MHOro Mnpeku
pa3sxoan 3a obpas3oBaHWe B CpaBHeHWe C
npeanpuatTMsaTa M UHAMBUAYANHUTE WHU-
umMatneun. bpxaBHuTe pasxoan 3a obpa-
30BaHMe M MNOBULWABAHETO Ha KBanudwu-
KauMsaTa Ha 4YOBELUKMS KanuTan ce Bb3B-
pvlwaTt B nocneacreve noa dopmaTta Ha
AaHbUM WU Apyru npuxoau, T.e. BOAAT A0
pbCcT Ha BBM (6pyTeH BbTpelwweH npo-
AYKT).

3. Ponata Ha 4yoBeLWKWUS Kanutana B
npeanpuaTuaTa 3a UKT genHocTn
Har-yecto 06eKT Ha ayTCOpPCMHI ca aen-
HOCTUTE, CBbp3aHM C MHGPOPMaAUMOHHUTE
M  KOMYHUKAUMOHHM TexHonorum (UKT
AeNHOoCTK).
KaTto usno, KT penHocTuTe moraTt aa ce
pasgenat (MpamatukoB, 2007) Ha: (1)
codptyepHn, (2) TeNeKOMyHUKaUMOHHU W
MpexoBu ycnyru n (3) AeHOCTH, CBbp3a-
HM c obpaboTka Ha gaHHM, KaTo 0b6eaunHs-
BalLMAT MpU3HaK e OoTHacaHeTo Ha WKT
OENHOCTUTE KbM MHMOPpMauMOHHATa CuUC-
Tema (MC) Ha opraHuzauusaTa.
3a eeKTMBHOTO M KayecTBEHOTO M3MbJi-
HEeHWe Ha Te3n AerHOCTUM Cce W3NCKBaT
NVLUEH3MPaHN KOMMNIOTbPHU CNeunanncTu
N BMCOKOKBanudumumpaHn Kagpu.
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Both the educational system and
company policy are important for the
preparation of such specialists.

The outsourcing strategy has some varie-
ties.

For example, the practice of selective
outsourcing is discussed as an alternative
of outsourcing of all the activities related
to information system management and
control (Lacity & Willcocks, 2001; Will-
cocks & Lacity, 1998).

This practice allows avoiding risks such as
dependence on vendors, performing a
unilateral transfer of technological knowl-
edge and reducing organisational capacity
(Gramatikov, 2007).

Furthermore, the selective outsourcing
minimizes the risk of opportunistic behav-
ior of the vendor since every change in
the way of action of the supplier reflects
on the client. In addition, such an out-
sourcing model extends the client pool.

The strategy of outsourcing of ICT activi-
ties has some special features related to
the human capital.

For example, in a research of ICT out-
sourcing practices in public administration
De Loof (1997) finds out a differentiation
in the operational and functional ICT
managers approach.

The former consider the outsourcing
mainly as a way of cost reduction, while
the latter — as means of increasing the
service level and rationalisation of com-
pany strategy in order to improve the
value.

The strategy of importing human capital
can be discussed as a variety of the
outsourcing ICT activities strategy. This
strategy is comparatively new and
vaguely known to the organisations which
use off-shore outsourcing.

It has been established in a research held
in 1997 in the USA by ITAA that about
40% of 1493 companies hire foreign
specialists.

3a nogroTtoBkaTa MM ocBeH obpasoBaTes-
HaTa CUCTeMa 3HauuTenHa pons urpae u
opraHusauusTa.

Crpaternata Ha ayTcopcuHr Ha WUKT pein-
HOCTW TnpuTexaBa W3BECTHW pas3HOBUA-
HOCTW.

HanpuMmep npakTMkaTta Ha CeNnekTUBEH
ayTCOPCUHI Cce pa3srfexpga KaTto antepHa-
TMBa Ha MbJHOTO Bb3/slaraHe Ha ynpasne-
HMETO N KOHTposa Ha MHdbOpMaUMOHHaTa
cuctema (Lacity & Willcocks, 2001;
Willcocks & Lacity, 1998).

Ta3n npakTuka nossonsasa mibsresaHe Ha
puYCKOBETe KaTo M3MnafjaHe B 3aBUCUMOCT
OT AOCTaB4YMKa, Hannyme Ha eAHOCTpaHeH
TpaHchep Ha TEexXHONOMMYHO 3HaHue OT
Bb3NIOXUTENS KbM U3NBAHUTENSA N 3aryba
Ha opraHusaumoHeH kanauumteTr (pama-
TMKOB, 2007).

OcBeH TOBa, CENEeKTUBHUAT ayTCOPCUHI
MUHUMU3NPA pPUCKaA 3@ OMOPTIOHUCTUYHO
nosejeHne Ha BeHAOpA, TbMA KaTo BCSKa
npoMsiHa Ha HayMHa Ha AEeNCTBME Ha AocC-
TaBUMKA Ce OTpas3sBa BbpXy K/ueHTa. B
AOMbJ/IHEHNE, MOXe Aa ce oTbenexu, Je
TO3M Mogen paswupsiBa ob6xBaTa Ha Kau-
eHTa.

lMpu npunaraHeTo Ha cTpaTernsaTa Ha ayT-
copcuHr Ha UKT periHoCTM ce nposiBsBaT
HSKOW XapaKTepHW 0CO6eHOCTHN, CBbp3aHu
C YoBeLKKNS KanuTan.

Hanpumep B u3cneaBaHe Ha NpakTUKuTe
Ha Bb3naraHe Ha UKT gerHOCTU B XOnaH-
ACKW ny6nnYHM opraHmM3auum, NpoBeaeHo
ot De Loof (1997), ce yctaHoBsiBa ande-
peHuvauma mMexay noaxoauTe Ha opraHu-
3aUMOHHUTE MEHUAXbPU U PYHKUWOHAI-
HuTe UKT MeHuaXXbpu.

MbpBUTE pasrnexgat ayTcopcuHra oc-
HOBHO KAaTO Ha4yuH 3a peayumpaHe Ha
pa3xoauTe, a BTOpUTE — KaToO CpeACcTBO 3a
nopobpsiBaHe Ha Ka4yecTBoTO Ha UKT pen-
HOCTMTE W pauuoHanusmpaHe Ha dupme-
HaTa cTpaTterns c uen gobaBsHe Ha no-
BMCOKA CTOMHOCT.

KaTo pa3HOBMAHOCT Ha cTpaTterusdTra Ha
UKT penHoCcTM MoOXe fda ce pasrnexga
CTpaTermsiTa Ha BHacCsHe Ha 4yXJj 4oBeLll-
KW Kanutan. Ta3u cTpaTerns e CcpaBHU-
TenHo HoBa M cnabo no3HaTa Ha opraHu-
3aumunTe, M3nonssalin odLIoOpeH ayTcop-
CUHT.

MpoyusaHe B CALl, nposepgeHo oT ITAA
npes 1997 r. yctaHossiBa, 4ye 6nm3o 40%
OoT 1493 opraHmsaumm HaemaT 4yXaecT-
paHHun UKT cneymannctu.
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This could be explained by the fact that
the shortage of highly skilled ICT
specialists during the time of the research
forces the USA organisations to hire such
specialists from other countries.

The strategy of human resources man-
agement, as a special case of company
strategy, is related to the governance of
the personnel and the relationships. The
main decisions concerning this strategy
can be outlined as: (1) definition of hu-
man capital targets, (2) studies and
analyses of the available labor resources,
(3) selection of human resources and
their professional growth, (4) develop-
ment of evaluation systems, (5) deter-
mining and calculating remunerations of
the personnel, (6) relationship manage-
ment, (7) development of personnel and
management infrastructure and (8) hu-
man resource strategy control.

The following indices for measuring the
efficiency of human resource manage-
ment strategy can be used: (1) level of
labor satisfaction, (2) results achieved,
(3) productivity of labor, (4) level of fluc-
tuation of manpower, (5) percentage of
inexcusable absence, (6) level of motiva-
tion of human resources, (7) certitude of
the work position, (8) perspectives for a
career development, (9) level of stress in
the working environment and (10) salary.

On the other hand, evaluation indices of
human resources efficiency can be de-
fined as: (1) labor productivity, (2) level
of fluctuation of manpower, (3) level of
motivation of the personnel, (4) level of
satisfaction of the expended labor, (5)
level of qualification and education, (6)
level of information and (7) level of loy-
alty to the company. These evaluation
indices will be the subject of a future em-
pirical research.

The global evaluation indices of human
capital in respect to ICT activities are as
follows: (1) the educational structure of
the population, (2) UNO (the United Na-
tions Organisation) human development
index, (3) individual level of computer
skills according to Eurostat data,

ToBa Moxe pga ce ob6sicHM C dakTa, 4e
HEeAOCTUIbT Ha BUCOKO KBanuduuUMpaHu
UKT cneumannuctm B aMepuKaHCKUTe op-
raHmMsauum rno BpeMe Ha MpOoy4YBaHETO 1
NpUHYXAaBa Aa HaeMaT YOBELLKU pecypcu
OT APYrU AbpXKaBu.

CrpaTternata Ha ynpaBJ/ieHMETO Ha u4o-
BELLUKMUTE pecypcu KaTo 4YaCTHa CTpaTeruvs
Ha opraHmsauusaTa € CBbp3aHa C ynpas-
JlIeHNneTo Ha nepcoHana M Ha B3amMOOT-
HOWeHMATa C Hero. PeweHunsTa npu Tasu
cTpaTternss ce OTHAcCAT OCHOBHO A0: (1)
Lenu, cBbp3aHu C YyoBewkus KanuTtan, (2)
npoy4YyBaHe M aHanM3 Ha HaJN4HUTE TPy-
nosun pecypcun, (3) nopgbop u npodecmo-
Ha/IHO pa3BUTUE Ha YOBELIKUTE pecypcu,
(4) warpaxpaHe Ha CUMCTEMM 3a OLeHKaTa
nM, (5) onpepensiHe M u34ducnaBaHe Ha
Bb3HarpaxaeHmata Ha nepcoHana, (6)
MEHNAXKMBHT Ha B3auMMOOTHOLWeHuATa, (7)
BHeApsiBaHe Ha KagpoBa WM yrnpaBJieHCKa
MHdppacTpykTypa n (8) KOHTpON Ha cTpa-
Ternsta Ha YOBELUKUTE pecypcu.

MoraT Aa ce u3non3eaT C/eAHUTe nokasa-
Tenu 3a uaMepBaHe Ha eheKTUBHOCTTA Ha
Ta3n ctpaterus: (1) HMBO Ha yAOBNIETBO-
PEHOCT OT nonoxeHus Tpya, (2) pesynta-
TM oT TpyAa, (3) Npou3BOAMTENHOCT Ha
Tpyaa, (4) HMBO Ha TEKYYECTBOTO Ha nep-
coHana, (5) oTHocuTeneH Asn Ha Heon-
paBaaHuUTe OTCbCTBMA, (6) Hannume Ha
MOTMBMWPAHOCT B 4YoBewkute pecypcu, (7)
CUrypHOCT 3a paboTHoTo MsicTO, (8) Hann-
yMe Ha NepcneKkTMBKU 3@ pa3BUTME Ha Ka-
puepaTta, (9) HMBO Ha cTpeca Ha paboTHO-
TO MacTO M (10) pasMep Ha 3anjalaHeTo.
OT apyra cTpaHa, nokasaTenuTte 3a OLeH-
Ka Ha eheKTUBHOCTTa Ha YOBELLIKUTE pe-
cypcn Morat ga ce obobwsar kato: (1)
Npou3BOAMUTENHOCT Ha Tpyaa, (2) crteneH
Ha TeKy4yecTBO Ha nepcoHana, (3) HuMBO
Ha MOTMBMPAHOCT Ha nepcoHana, (4) cre-
NneH Ha yAOBNETBOPEHOCT OT MOJIOXKEHUS
Tpya, (5) HMBO Ha kBanudukauusita wu
obpasoBaHuneto, (6) HMBO Ha WHDOPMU-
paHoCT U (7) HMBO Ha NOSSIHOCT KbM Op-
raHusauusTta. Te3m nokasaTtenu we 6vaar
06eKT Ha nocneaBallo EeMMNUPUYHO M3C-
nepnBaHe.

B rnobaneH wm™awab nokasatenute 3a
OLUEeHKa Ha 4YoBeWKusa KanuTtana no OTHO-
weHne Ha UKT genHoctuTe ca: (1) obpa-
30BaTesiHa CTPYyKTypa Ha HaceneHueTo,
(2) nHOEeKC Ha 4YOBELWKO pasBuUTME Ha
OOH, (3) oueHKa Ha HMBOTO Ha UHAUBU-
AYyanHUTE KOMMIOTbPHU YMEHUSA MO AaHHU
Ha EspocTar,
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(4) individual level of computer skills ac-
cording to specialists certified by the in-
ternational consultant company Brain-
bench (2006), (5) World Economic Fo-
rum’s networked readiness index and (6)
a level of labour migration.

In general, Bulgaria can be characterized
with its comparatively high share of
graduates from tertiary education in the
field of engineering and computer
studies. According to Eurostat data the
percentage of such graduates in Bulgaria
is 14.91% in comparison to the average
value for EU of 12.8%.

Furthermore, according to the Bulgarian
National Statistics Institute,
approximately 80% of the labour active
population (i.e. the population between
the age of 25 and 64) has post secondary
or tertiary education. This is a
comparatively good index for the quality
of the Bulgarian human capital.

The UNO human development index is
composed of three sub-indices: (1) life
duration, living conditions and welfare,
(2) a level of education and immaterial
welfare and (3) GDP (Gross Domestic
Product) per capita. Bulgaria comes
under the category of high value of UNO
human development index (Lukanov et
al., 2008) 1.

In reference to individual computer skills
according to Eurostat (2009) data
Bulgaria is with relatively low index which
could be explained with human resources
migration from our country °.

On the other hand, Bulgaria is in the top
ten of the Brainbench classification of the
certified IT specialists from 2003.

! High UNO human development index means a
score above 0.800 and there are 63 countries in this
group, middle index (0.500 - 0.799) - 83 countries,
and 31 have a low index (below 0.466).

2 According to Eurostat (2009) data for 2007 the
Bulgarian human resources with high individual
computer skills are around 30% of the population in
comparison of average 60% for EU.

(4) oueHKka Ha HMBOTO Ha UHAMBUAYANHU-
Te KOMMNITbPHM yMeHusa cnopeg 6pos Ha
ceptTmduumMpaHn cneunannctn oT Mexay-
HapogHaTa  KOHCY/NTaHTCKa  KOMMaHus
Brainbench (2006), (5) nHaekc Ha KOM-
MOTbpHa FOTOBHOCT Ha CBETOBHUSA WKO-
HoOMun4eckn dopyM mn (6) HMBO Ha TpyAoOBa
Murpaums.

TpsibBa pa ce otbenexun, ye bbnrapus e
CTpaHa, KOSTO Ce XapaKTepusupa C OTHO-
CUTENIHO BMUCOK AsN Ha gunjoMupanurte ce
cneuvanuctn B obnactra Ha MHOBATUBHMU-
Te Haykm (TexXHU4YecKu crneumanHocTu,
nHdopMmaTnka UM Matematuka). Cnopepg
EBpocTaT nNpoueHTbT Ha Te3n 3aBbpLuMamn
B bbnrapusa e 14,91% B cpaBHEHWE CbC
cpegHaTta ctoinHocT 3a EC - 12,8%.

OcBeH TOBa, NO AaHHM Ha HCWN 6numso
80% oT HaceneHWeTo B TPyAOBO aKTUBHA
Bb3pacTt (25-64 r.) e cbC CpeaHo unu
Bucwe obpasoBaHmMe, KOETO € CpaBHUTenN-
HO Ao6bp aTecTaT 3@ KayecTBOTO Ha 4o-
BELWKWS KanuTaa B CTpaHaTa HMU.

MO OTHOLWEHME Ha MHAEKCA HA YOBELLKOTO
pa3zButme Ha OOH, KOWTO Cce CbCTOM OT
Tpn nokasatens (NpoAb/KUTENHOCT Ha
XXMBOTa M 3a40BOJIsiBaHe C NpOAYKTU, BO-
Aa v Xunuuwa, pasHuLle Ha obpasosarten-
HU N HeMaTepuanHu 6nara v BBl Ha rna-
Ba OT HaceneHueto) bbnrapus nonaga B
rpynata Ha AbpXaBuTe C BUCOKA CTOM-
HOCT Ha TOo3M uHAekc (JlykaHoB wn Ap.,
2008) 1.

Mo oTHOWeEHWe Ha HWMBOTO Ha MHAWBUAY-
anHUTE KOMMIOTbPHU YMEHUA MO AAHHU Ha
Espoctat (2009) nokasaTenute 3a Hace-
JleHneTo B CTpaHaTa HW ca CPaBHUTENHO
HWCKN, KOETO MOXe aa ce obscHM C mMur-
paumsiTa Ha 4YOBeLKM pecypcu oT Bbara-
pus 2.

3a cMeTka Ha ToBa bbarapus nonaga B
yenHaTta AecsATKa B Kjacaumsata Ha Mex-
AyHapoAHaTa KOHCY/TaHTCKa KOMMaHus
Brainbench 3a 6pon ceptuduumpann UT
crneumanunucTum ot Tax owe npes 2003 .

1 Bucok WHAEKC Ha YOBELWKOTO pa3suTue (Hag

0.800) umaT 63 abpxasu, cpegeH (0.500 - 0.799) -
83 cpaHun, a 31 ca c HUCHk nokasaTen (noa 0.466).

2o AaHHKM Ha Eurostat (2009) 3a 2007 r. YoBeLIKM-
Te pecypcM C BMCOKO HMBO Ha UWHAMBMAYaATHUTE
KOMMIOTbPHU yMeHuns B Bbnrapusa ca 30% npu 60%
3a EC.
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The framework of the World Economic
Forum’s networked readiness index
consists of three component subindices:
(1) environment, (2) readiness and (3)
usage.

The pillars of the environment are as
follows: (1) market environment, (2)
political and regulatory environment and
(3) infrastructure environment. The PC
readiness components are: (1) individual
readiness, (2) business readiness and (3)
government readiness.

The rank of Bulgaria comes in 71st place
in this classification for 2009-2010 which
is a lower result in comparison to the
previous year (68). However, having in
mind the income group (i.e. upper-middle
income) our rank is 18.

In relation to the migration of human
resources the main factors which define
the labour migration are the existing
differences concerning labour conditions
and salaries, dynamics in labour supply
and demographic distinctions. The
negative effect of human resources
migration can be defined as
decapitalization of the labour market 1.

The reflection of the outsourcing of a
given activity on the personnel of the
organisation and its management s
interesting to be discussed. According to
Georgieva (2007) the main characteristic
of the outsourcing is that the human
resources management is  directly
connected with the outsourcing activity
whether the personnel is an object or a
subject of the transaction.

The human factor in the transaction can
be discussed in two aspects: (1) as an
object of the outsourcing agreement
since the transaction includes people
movement, change of relationships and
division of labour and

1 It means that the investments in human resources
education are not returned in the state which has
made these investments.

KnacaumaTta Ha CBETOBHUS MKOHOMUYECKMU
¢dopyM cnopea MHAEKCa Ha KOMMKTbpHA
FOTOBHOCT Ha CTpaHuTe ce CbCTOM OT Tpu
nokasatens: (1) BbHWHa cpeaa, (2) KOM-
MOTbPHA FOTOBHOCT U (3) nM3non3BaHe Ha
KOMMIOTbPHUTE YMEHUS.

CtbnboBeTe Ha BbHWHaTa cpega ca: (1)
nasapHa cpega, (2) nonmtnyecka cpena u
perynatmBHu pexumm n (3) nMHdpacTpyk-
Typa. KoMnioTbpHaTa roToBHOCT ce onupa
Ha cnegHuTe ctbnbose: (1) nHansmayan-
Ha KOMMIOTbpPHA rOTOBHOCT, (2) KOMMIO-
TbpHa FOTOBHOCT Ha 6u3Heca n (3) KoOM-
NOTbpHa rOTOBHOCT Ha MpaBUTENCTBEHO
HMBO.

B cBeToBHaTa KjaacauuMsa Ha CTpaHuTe
cnopea MHAEKCa Ha KOMMTbpHa roToB-
HOCT Ha CBeTOBHMUSA MKOHOMUYECKN HOopyM
bbvnrapuga 3aemMa 71-BO MACTO, HO KaTo ce
B3eMe npeaBua A[OX0AbT, MojslyyaBaH oOT
UKT cneuvanmnctute HM B CpaBHEHWUE CbC
CcCpefHus A0XO0A4 3a CTpaHaTa, paHrbT Ha
ObpXxaBaTa Hu e 18.

LLlo ce oTHaca 0O MurpaumsTa Ha 4doBell-
KW pecypcu MoOxe ge ce Mnoco4yu, 4ye oc-
HOBHUTE (haKTopu, onpeaensim TpyaoBa-
Ta murpauus ot bbnarapus ca pasnuuuara
B ycnoBusTa Ha TpyA W 3aniallaHETo, B
AVMHaMMKaTa Ha npegnaraHe Ha paboTHa-
Ta cuna n gemorpadckute pasnmumd. OT-
puuaTenHmaT edekT OT Murpauusata Ha
YOBELLKUTE pecypcn MOXe Aa ce onpege-
NV KaTo Aekanutanmsauus Ha TpyAOBUS
nasap .

MHTepeceH e BbNpOCHT MO KakKbB Ha4dunH
NpexebpisSHETO Ha JajdeHa [AeWHOCT ce
0Tpa3siBa BbpXy CNYXUTeNuUTe Ha opraHu-
3aumaTa M Kak ce ynpasnsiBaT Bpb3KuTe
Nno MNOBOA HOBOBb3HWKHaAWTE B3auMMOOT-
HoweHusa. TeoprmeBa (2007) nocouyBa
KaTO OCHOBHA XapaKTepucTukKa Ha ayT-
COpPCUHra, 4ye ynpaBfeHNETO Ha YOBELUKU-
Te pecypcu e Nnpsiko CBbp3aHO C NpexBbp-
NSHETO Ha AeNHOoCTTa, He3aBMCMMO Aanu
cnyxutenute ca o6ekT wunam cybekT Ha
caenkara.

To3n aBTOp pasrnexaa 4YoBelwknsa dakTop
B TpaH3akuumaTa B ABe u3MepeHus: (1)
KaTo 06eKT Ha ayTCOPCUHI caefikaTa, Tbi
KaTo TA BK/KOYBA ABMXEHWE Ha Xopa,
npoMsiHa Ha OTHOWEHUATA Ha BNacT u
pasnpegeneHue Ha paboTtarta un

! Wma ce npeasua, ue cpeactsata, KouTo Ce Bnarat
B 06YYEHMETO HAa YOBELIKUTE PECYpPCU, HE Ce BPb-
LWaT B AbpXKasaTa, KOATO € Harnpasuia Te3un Kanura-
JIOB/IOXEHMS.
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(2) with respect to the specificity of
human resources outsourcing.

The conclusions regarding the importance
of the human factor are as follows (Geor-
gieva, 2007): (1) operationally, the
human factor has an influence on the
transaction results, as well as a crucial
significance on its outcome, (2) it is very
important that human resources be well
planned and managed from a tactical
point of view and (3) strategically, the
role of the human capital is of great
significance since the long-term company
prosperity depends on it.

It is important to say that when the
human factor is discussed as a subject of
the transaction, the main driving forces in
the process of personnel management
are as follows: (1) concentration of
organisation activity since the global
tendency is toward reducing the company
size, as well as concentration on the core
competencies, (2) globalisation, which
leads to increasing the activities related
to employment of personnel with different
company culture and (3) competition not
only between organisations, but also
regarding winning round more skilled and
trained personnel with specific
competencies.

According to Prahald & Hamel’s (1990)
conception ! for the core competencies,
the effective management of human re-
sources is of great importance for the
company success in two aspects: (1)
identification and governance of those
skills and abilities that are necessary to
complete a certain activity and (2) identi-
fication and governance of skills and abili-
ties of every single person (executor).
The degree of co-inherence of those
components ensures the right person at
the right place.

The outsourcing process development
requires the emergence of a new type of
managers corresponding to a complex
criterion, the so called “lateral leader-
ship”.

! According to this conception the core

competencies of the firm include its track records,
abilities, organisation methods and the way of
communication. These competencies add value and
are difficult for imitation by rivals.

(2) no oTHoweHMe Ha cneuudukaTa Ha
QYTCOPCMHra Ha YOBELIKUTE pecypcu.
MN3BoanTE 3a 3HAYEHMETO Ha YOBELIKUSA
dakTop KaTo 06eKT Ha TpaH3akumaTa,
HanpaBeHu oT [eopruesa (2007), ca: (1)
B OnepaTMBEH NfaH 4YOBEWKUAT akTop
He camMO OKa3Ba BNMSHWE BbpXYy pesynTa-
TUTE OT TPaH3aKuusTa, HO MMa pellaBalo
3HayeHue 3a HelHua usxoa. (2) B TakTu-
Yecku nfnaH e oT 0CobeHOo 3HaydyeHue 4o-
BELUKMUTE pecypcu ga ca aobpe nnaHupa-
HW 1 ynpaensBaHu u (3) B cTpaTernyeckn
niaH posisiTa Ha YOBEWKWUS KanuTan e
NEeNCTBUTENHO Ba)XHa, TbMl KaTo OT HeEro
3aBMCU OBJFOCPOYHUS MNpOCrnepuTeT Ha
opraHusaumsaTa.

Mpn pasrnexpaHeTo Ha 4yoBewkus dak-
TOp KaTo CybeKT Ha ayTcopcuHra Tpsbsa
Aa ce otbenexu, ye OCHOBHUTE ABuUraTe-
NN Ha npoueca Ha ynpas/ieHWETO Ha nep-
coHana ca: (1) KOHUeHTpauusaTa Ha aen-
HOCTT@a Ha OpraHusauusaTa - CBETOBHaTa
TeHAEHUMS € KbM HaMansiBaHe Ha OTHOCK-
TeNIHMS pa3Mep Ha NpeanpusaTUaTa U KOH-
LeHTpupaHe BbPXY OCHOBHMUTE KOMMETEH-
umn; (2) rnobanmnszaumnaTa, KosaTo BOAM A0
noeeye AEMHOCTM MO HaeMaHe Ha CIyXWu-
Tenwn ¢ pasnmyHa pupmeHa kyntypa, u (3)
KOHKYpeHUUATa, KOATO Ce MposiBABa He
caMo Mexay opraHusaumuTe, HO M Mo OT-
HOLEeHWe Ha NPUBAMYAHETO HA MO-OMUTEH
W no-keBanuduumpaH nepcoHan cbC cne-
UMMDUYHM KOMNETEHLWNN.

EdekTMBHOTO ynpaBneHMe Ha 4YoBeLKus
KanuTan cnopej KoHuenuumsiTa 3a OCHOB-
HUTEe KoMmneTeHumu Ha Prahald & Hamel
(1990) ! e OT M3KNIYMTENHO 3HAYEHUe 3a
ycnexa Ha opraHusauusTa B ABa acrekTa:
(1) ngeHTMdULMPAHETO W yMpaBiEHUETO
Ha OHe3n yMeHus un crnocobHocTn, Heob-
XOAMMW 33 U3BbPLIBAHE Ha KOHKpeTHaTa
AenHocT, n (2) naeHtTduumpaHeTo n yn-
paBneHMeTo Ha yMeHusaTa U CNOCOBHOCTU-
Te Ha BCeKW oTaeneH manbaHuTen. Cre-
NneHTa, B KOSTO Te3M fABa KOMMOHEHTa
CbBMagaT, oOcCUrypsiea noaxoasilms us-
NbJHUTEN Ha CbOTBETHOTO MSCTO.

C pa3BMTMETO Ha ayTCOpPCUHra Bb3HMKBa
Heobx0AMMOCTTa OT HOB TUM MEHUAXbLPMU,
KOWTO Aa OTroBapsT Ha KOMMIEKCEH Kpu-
Tepui, T.Hap. ,,CTPaHUYHO NMaepcTeo”.

! Cnopepn Tasu KOHUENUUS OCHOBHUTE KOMMETEHLWM
Ha opraHmsaumsiTa BKIOYBAT onuTa 1, cnocobHocTn-
Te, METOAMTE Ha OpraHM3MpaHe W HayMHa Ha KOoMy-
Hukauma. Te cb3gaBaT pgobaBeHa CTOMHOCT U ca
TPYAHU 3@ 6bpP30 UMUTUPaHE Ha nasapa.
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This criterion includes a certain set of
qualities which managers have to possess
and it is built on the basis of Outsourcing
Institute research, which proves that the
following leadership qualities are of great
importance in transactions: (1) strategic
way of thinking, (2) ability to conclude
profitable bargains, (3) relationship man-
agement and (4) governance of the
changes.

The ability to make profitable deals in-
cludes the following set of skills: (1) abil-
ity to select the right supplier, (2) per-
suasion skills, (3) ability to achieve the
most profitable terms in negotiating the
transaction, (4) strategic view and (5)
ability to overcome lateral effects of the
transaction.

All these qualities are not unique them-
selves but their combination is specific for
managers who are responsible for out-
sourcing agreements.

According to the above-mentioned re-
search, the other factors which have in-
fluence on transaction results are the
adroit management of the transaction,
the outsourced activity itself, the ability
for management of multi-functional
teams and the successful governance of
joint ventures.

According to Georgieva (2007) the indi-
vidual components of leadership qualities
consist of: (1) strategic view of the fu-
ture, (2) ability to assess people and de-
velopments and (3) power of persuasion.
At the same time the organisational
component of the leadership, which is a
prerequisite for manifestation of the indi-
vidual leadership qualities, includes the
following abilities: (1) delegation of re-
sponsibilities and rights, (2) turning proc-
esses to the right direction, (3) responsi-
bility for the transaction and (4) support
to managers.

The success of outsourcing partnership
mainly depends on the individual and
organisational components’ combination.
In addition, the outsourcing agreement is
complicated by the necessity of recruiting
personnel, its management and
education.

To3n KpuTepwuii BKOYBaA onpenenieH Ha-
60p OT KayecTBa, KOUTO MEHUOXbPbLT
TpsibBa Aa npuTexaBa, U e MU3rpageH Ha
6azaTta Ha eMnNUpUYHO npoy4yBaHe Ha
Outsourcing Institute. B pe3yntat Ha
Npoy4YyBaHeTO Ca MOCOYEeHU crnegHuTe nn-
AepcKn KayecTBa, KOUTO ca OT 0cobeHo
3HauYeHMe MNpu cAeflKUTE 3@ ayTCOPCUHI:
(1) ctpaTternyecko mucneHe, (2) cnocob-
HOCT 3@ CKJIl0YBaHe Ha W3roAHW CAENKMW,
(3) ynpaBneHne Ha NapTHbOPCKUTE B3au-
MOOTHOLWeEHNA 1 (4) ynpaBsieHMe Ha Mnpo-
MeHUuTE.

CrnocobHoCTTa 3a CKJIl0YBaHE Ha M3rogHu
cAenku BKA4YBaA cnegHus Habop oT yme-
Husa: (1) n3bop Ha noaxoasw, AOCTaBYUK,
(2) cnocobHocT 3a ybexpaasaHe, (3) oCb-
LecTBSIBAHE Ha MNperosBopuTe C Len noc-
TUraHe Ha MaKCMMaJsIHO U3roAHW YCOBUS,
(4) nornen B 6bAeweTo n (5) npeogonsa-
BaHe Ha CTpaHU4HUTe edeKTn OT caenka-
Ta.

Mo CblWwecTBO Te3M KayecTBa He Ca YHU-
KasHM, HO KoMbuHauusaTa OT TaxX € cne-
uMdbmrYHa 3@ MEHUOXBPUTE, KOUTO Ca OT-
rOBOPHM 3@ ayTCOPCUHI CropasyMeHusaTa.
Opyrute ¢dakTopu, KOUTO BAMSASAT Ha pe-
3ynTata oT TpaH3aKuusaTa, cnopes npoyu-
BaHeTO ca Ao6poTo ynpaBneHwe Ha caen-
KaTa Mo NpexBbp/iISHE Ha AEWHOCT, cama-
Ta AENHOCT, KOATO Ce W3Hacs, YMEHWEeTOo
3a pbKOBOAEHE HA MHOrodyHKLWOHAMHU
€KMNMU W  YCNEeWHOTO YyhpaBfeHne Ha
OXXOWHT BEHYBPU.

Cnopen leopruesa (2007) wHaomBuayan-
HUSAT KOMMOHEHT Ha JINAEPCKUTE KayecTBa
ce cbcTom OT: (1) BM3MA 3a 6baelseTo, (2)
npeueHka 3a xopa v cvbutna mn (3) cuna
Ha ybexaeHuneTo.

B CbwOTO BpeMe OpraHmM3auuoOHHUAT KOM-
NMOHEHT Ha NMAEepCTBOTO, KOWTO e npen-
nocTtaBka Ha MNpPOSBNIEHWETO Ha WHAMBW-
AyanHuTe NMAepCcKM KadyecTBa, BKIKOYBaA
cnegHute cnocobHocTtu: (1) ma ce pene-
rmpaT npasa W OTroBOpHOCTW, (2) Aa ce
Haco4yaT npoLecuTe B MNpaBu/IHA MOCOKa,
(3) oa ce HOCK OTroBOPHOCT 3a npouecuTe
no npexeBbpisiHe Ha AenHocTu u (4) aa ce
OKa3Ba noAkpena Ha ynpaBfe€HCKO HUBO.

YcnexbT Ha ayTCOPCUMHI MapTHbOPCTBOTO
[0 ronsiMa CTeneH 3aBuMCU OT KOMBUHaLUN-
ATa Ha Te3n ABa KOMMOHEHTa Ha NMAepcT-
BOTO. Cropa3syMeHMeTO 3a ayTCOPCUHI
AOMBIHUTENHO Ce YCNOXHSBa OT HeobXxo-
AMMOCTTa OT HabupaHe Ha nepcoHan, He-
roBOTO yrnpasfeHue n obyyeHume.
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Often, a new type of working force is
formed after the transaction which
includes both client’s personnel and
vendor’s team for management of human
resources.

As Rossman (1999) recommends at the
World Outsourcing Forum, the human
capital has to be included in the
transaction process and in every single
decision concerning the transaction as
soon as possible.

In particular, the necessity of gaining
more value from ICT activities and from
skilled personnel leads to investments in
human capital done by vendors at the ICT
market but not to reduction of their costs.

Michell & Fitzgerald (1997) define
outsourcing substitutes as IT consultant
companies of private and public
organisations regarding improving the
market efficiency and re-engineering of
business processes.

Some of these companies are using
strategies in order to add value, while
others are revising their business targets
and operations as a result of the rivals’
pressure and are introducing a re-
engineering of their business processes,
the point of which is the analysis of
internal activities.

It is important to say that business
process consultancy requires a detailed
analysis of company efficiency and
sometimes it is a substitute of
outsourcing decisions, especially when
the re-engineering makes them
unnecessary due to changes in
technologies or in the business focus. On
the other hand, some ICT suppliers are
able to create partnerships that cover
both the re-engineering and ICT service
through outsourcing of business
processes, including the ICT activity.

A specific case of IT human resources
outsourcing is the freelance service which
means “hiring out” specialists due to the
fact that the IT market is the most
dynamic one with regard to innovations
and technology changes (Grigorova,
2010).

YecTto cnep TpaH3akuusaTa ce dopmupa
HOB BMAa paboTHa cuna, KOATO BKJHOYBA
nepcoHan Ha KJIMeHTa WM ekun no ynpas-
NleHVe Ha 4YOBEeLIKUTEe pecypcu OT CcTpaHa
Ha BeHAopa.

B u3kasBaHeTO cu npen CeeToBHaTa cpe-
Wwa no npobnemMmTe Ha NpexBbpisiHE Ha
penHoctn Pocman (1999) npenopbuBa ,,...
YOBELWKUAT Kanutan ga ce BKA4YM B Npo-
Leca Ha npexBbp/isiHE Ha AENHOCTM Bb3-
MOXHO Hanl-paHO WU BbB BCSAKO OTAESIHO U
KOHKpEeTHO pelleHue, Kacaelwlo caenka no
npexBbpasiHE Ha AENHOCT”.

B yacTtHOCT, HeobxoaAMMOCTTa OT 3anas3sa-
He Ha BMCOKOKBanuduuMpaHus nepcoHan
BOAM [0 WHBECTMpaHe B YOBELUKM Kanwu-
Tan oT CTpaHa Ha AocTaByuuuTe Ha nasa-
pa Ha UKT penHocTu, a He A0 HamansBa-
He Ha pa3xoauTe uM.

Michell & Fitzgerald (1997) onpegpensat
ayTCOPCUHI 3aMecTUTenuTe KaTto KOHCyn-
TaHTU HA YacCTHU KOMMaHMW U Ha NpaBu-
TENCTBEHWN OTAENMN 3@ TecTBaHe U noaob-
psiBaHe Ha nasapHaTa edeKTUBHOCT M Ha
pevHXXeHepuHra Ha busHec npouecuTe.
Hakon OT Te3n opraHusauum wnsnonssat
cTpatermmn ¢ uen gobassHe Ha MO-BMCOKA
cTomHocT oT KT genHocTTa, AOKaTO ApY-
r peBmsnpat 6UsHeC uenuTe cu n onepa-
uMuTe B C/IeACTBME HA HAaTUCKa Ha KOHKY-
peHUMSATA N BbBEXAAT PEUHXEHEPUHr Ha
6usHec npouecuTe, Npn KOMTO ce Habnsara
Ha BbTPELWHNSA aHanu3 Ha AerHoCTTa.
TpsibBa aa ce otbenexu, ye KOHCynTaum-
sATa Ha 6u3Hec npouecuTe M3UCKBa MNOA-
pobeH aHanm3 Ha edEeKTUBHOCTTa Ha op-
raHu3auumTe U B HAKOW C/y4Yan 3aMecTBa
peleHnsTa 3a ayTCopCuHr, ocobeHo, Ko-
rato penH>XeHepUHrbT M NpaBu U3NULLHU
nopagu nNpoMsiHAa Ha TexHofaormaTa wum
dokyca Ha 6usHeca. OT aApyra cTpaHa,
Hakon oT WKT pocrtaBumumte cb3pasaT
NapTHbLOPCTBA, KOWUTO MOKPMBAT U PEUH-
XeHepuHra, n WKT ycnyrata 4pes ayT-
COPCUHI Ha 6u3HecC npouecu, B KOUTO €
BkatoyeHa UKT aenHocrt.

OcobeH cny4daln Ha ayTCOPCUHI Ha 4YoBeLl-
KU pecypcu Ha WKT nasapbT e ycnyraTta
Ha dpunaHCcbpUTe WAWM OTAABaHETO Ha
cneunanuctn ,noa  Haem”, KoATo € B
cneacrteMe Ha dakTta, 4ye TO3M Nasap e
cpes Hal-AMHaMU4YHUTE NO OTHOLIEHWE Ha
nHoBauum n npomenn (Mpuroposa, 2010).
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For instance, from May 2007 the
Bulgarian office of the Belgium company
Nonillion offers “people lease”, that is to
say a temporary hiring of high-skilled
specialists for certain complex ICT
projects.

In addition, 6.6% of the ICT specialists in
Bulgaria are freelancers and 15% of them
are engaged in outsourcing.

The interest in the service of ™“hiring
human resources” is running high since
the development of labour relationships
require new flexible models of the way of
work.

This could be explained with the
availability of complex ICT projects for
which the client needs an expert support
only for a certain period. It is not
necessary for the employer to hire and to
train new personnel and subsequently to
discharge it when he temporally hires
high-skilled ICT specialists.

Another reason for temporary hiring of
human resources could be the grounds
“hiring stop” when it is not justifiable for
the organisation to appoint new
personnel for additional and extra
projects.

Finally, freelancing is a highly perspective
profession for the future. This is due to
the fact that because of the increased
unemployment at the labour market in
Bulgaria during the last years there is a
need for more flexible types of
employment and the most flexible one of
them is the freelancing.

4. ICT human resources attitude for
innovations as their main
characteristic

It is important to point out the role of
innovations in improving the efficiency
and quality of the human capital in ICT
companies. Schumpeter (1934) and
Tushman et al. (1997) define innovation
as a concept that is central to economic
growth and that can be a source of
sustained competitive advantage to
organisations.

Hanpumep, ot man 2007 r. 6bArapckuar
oduc Ha benruiickata komnanmsa Nonillion
npeanara u B bonarapusa ycnyrarta ,people
lease”, KOSATO npeacTaBnsiBa BPEMEHHO
HaeMaHe Ha BWCOKOKBanMduumpaHu cne-
umanmctn 3a paboTta NO KOHKPETHM C/OX-
HU VKT npoekTn, nNpu KOUTO KIAUEHTLT Ce
Hy>XZae OT Ta3u eKcnepTHa noMoul 3a
onpeneneH nepuog oT BpeMme.

TpsibBa ga ce otbenexu, ye 6.6% ot UKT
cneuvanuctute B bbnrapumsa paboTat Ha
cBoboaHa npakTtuka, 15% oT Tax ce 3a-
HMMaBaT C ayTCOPCUHT.

MHTepecbT KbM Yycnyrata ,HaemMaHe Ha
yoBelwkn pecypcn” B bbnrapus pacre,
TbMA KaTO C pa3BMTMETO Ha TPyAOBOMpaB-
HUTE OTHOLUEHWS Ce HanaraT HOBWM M Mo-
rMBKaBuM Moaenn Ha paboTa.

MpuunHa 3a ToBa MoOXe aa 6bae Hanuun-
eTo Ha cnoxHu UKT npoekTtn, npun KOUTO
KNIMEeHTbT Ce HyXaae OT eKCnepTHa no-
MOLl CaMO 3a onpeaeneH nepuwoa OT Bpe-
Me. Ype3 BpeMEeHHOTO HaeMaHe Ha BUCO-
KokBanuduuympanm WUKT cneumannuctm He
ce Hanara paboTogatenaT Aa Ha3Ha4daea
n obyyaBa HOB MepcoHan W B MOCIEACT-
BWe aga ro ocsoboxzaasa.

Jpyra npuvynHa 3a HaeMaHeTO Ha 4voBeLl-
KU pecypcu 6m morno aa 6bae oCHOBaHU-
€To ,MpaHuua 3a HOBW Ha3HayeHus”, Ko-
rato nNpu AOMbJHUTENHU WU WU3BbHPEAHU
NpOeKTM 3a OpraHusauusaTa He e onpas-
[AHO Ha3Ha4yaBaHEeTO Ha HOB nepcoHan.
OpunaHCbpbT Ce Hanara KaTto npodecus ¢
6baelle n nopagu dakrta, ye 3apaaun yse-
nnyeHaTta 6e3paboTtuua Ha O6barapckus
TPYAOB Masap npe3 nocnegHuTe roauHu
ca Heobxoammm mno-rbBkaBu ¢HOpPMM Ha
3aeToCT, KaTo Han-enacTunyHata cpej Tax
e paboTaTta Ha cBob6oaAHA nMpaKTuKa.

4. AHOBaTUBHOCTTA KaTO XapaKrepuc-
TUKa Ha YOBELUKMA KanuTtan

BaxxHO e fa ce oTbenexu ponsata Ha MHO-
BauuMute B nogobpsiBaHeTO Ha edeKkTus-
HOCTTa M KA4yeCTBOTO Ha YOBELLUKUS Kanu-
Tan B UKT npeanpusatusaTa. Schumpeter
(1934) n Tushman et al. (1997) apednHun-
paT MHOBauUMsTa KAaTO KOHLENUWs, KOSTO
€ OCHOBHa 3a WMKOHOMMYECKMS pacTex wu
KOSTO MoXe Aa 6bae M3TOYHWK Ha yCToM-
UMBO KOHKYPEHTHO MpeaMMcTBO 3a opra-
HM3auuuTe.
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A new idea can be a new product, a new
method of production, a new market or a
change in the organisational structure of
the firm.

According to Damanpour & Wischnevsky
(2006) companies that are operating
under the conditions of economic
globalisation (that reflects on the process
of outsourcing), rapid technological
changes, i.e. the ICT market, and
resource scarcity have to be innovative in
order to be effective, and even to survive
during a drop in the economic cycle.

There are two types of organisations: (1)
innovation-generating - for such
companies the generation of the
innovation results in an outcome
(product, service or technology) that is
new for the organisation, and (2)
innovation-adopting firms -  these
companies adopt the innovation by
acquiring or imitating it. The adoption
basically means that the innovation is not
developed in the company (Angle & Van
de Ven, 2000) and results in the
assimilation of it. Besides, the individuals
can be divided into conservative and
innovative ones.

The ICT providers are innovation-
generating companies due to the dynamic
character of the ICT market. This means
that they must be innovative in order to
offer an innovative product or service at
the ICT market.

The innovations in ICT organisation are
normally held at the so called research
stage of the production process or in the
period between two projects when a part
of the working time in such companies
(approximately 20%) is usually spent in
adopting the ICT innovations by the
personnel.

It is important to note that the human
resources in the ICT companies are the
main herald of product and process
innovations and their aptitude for
innovations is the main factor at the ICT
market.

In our opinion, this determines the nature
of the ICT outsourcing since the
individuals are going with their skills and
qualification in the ICT companies.

MHoBauusta 6uBa HOB NpoAYyKT, HOBa
TEeXHOJI0rMs, HOB Nasap WM npoMsiHa B
OpraHmsaunmoHHaTa CTpyKTypa Ha npean-
puUsATUETO.

Cnopeg Damanpour & Wischnevsky
(2006) opraHusaummTe, KOUTO paboTaT B
yCcnoBusiTa Ha WMKOHOMMYecka rnobanmsa-
umsa (TakmBa opraHusaumm ca npegmmHO
Te3M, KOUTO M3MN0M3BaT ayTCOPCUHI), 6bp-
31N TEeXHOSIOrMYHM npoMeHn (C KOUTO ce
xapaktepusnpa WKT nasapbT) U OCKbA-
HOCT Ha pecypcuTe TpsibBa ga ca WHOBa-
TWUBHW, 3a Aa MoraT Aa ca epeKTUBHU 1 aa
ycnaeaT Aa ouensiBsaT B YC/I0BMS Ha cnaj
Ha MKOHOMWYECKUS LUNKDBI.

CbuwecTtByBaT ABa Buaa opraHusaumn: (1)
TakuMBa, KOWTO reHepupaT MWHOBaUMK -
npu Tesu NpeanpusTns reHepmpaHeTo Ha
WHOBaUWS ce m3pasasa B pesyntat (npo-
AYKT, ycnyra Wnm TexXHONormsl), Kosito e
HOoBa 3a THAX, M (2) TakmBa, KOUTO yCBOS-
BaT MHOBAUMM — TO3N BWUA OpraHuM3aummu
yCBOSIBAT MHOBauusTa 4pe3 npuaobusa-
HETO M UM UMUTUPAHETO N. YCBOSIBAHETO
Ha WHOBauUMsATa O3Ha4yaBa, 4vYe Td He e
pa3paboteHa B npeanpusatneto (Angle &
Van de Ven, 2000) u ce n3passiea B acu-
MunnpaHeTto 1. OcBeH ToBa, MHAMBMAUTE
MoraT Aa ce pasfgensaT Ha KOHcepBaTopu U
WHOBATOpPM.

Mopaau ronamata AuMHamuka Ha WKT na-
3apa gocTtaBumumTte Ha UKT genHocTm ca
OpraHmsauum, KOWUTO reHepupaT MWHOBa-
umun, T.e. Te TpsabBa Aa ca NHOBATMBHMU, 3a
Aa MmoraT ga npeanaraT MHOBATMBEH Mpo-
AYKT wnn ycnyra.

MHoBauunTe B TO3M TUM OpraHu3aumu ce
reHepupaTt B T.Hap. research cragui Ha
Npou3BOACTBEHUS Mpouec uin B nepuvosa
Mexay ABa npoekTa, KaTto 6am3o 20% ot
paboTHOTO BpeMe ce npekapsa B YyCBOS-
BaHe Ha MHOBaLMWUTE OT NMepcoHana.

Tpabsa pa ce otbenexmu, ye 4OBELIKUTE
pecypcu B UKT npegnpuatuata ca OCHOB-
HUAT HOCUTEN Ha WMHOBaUMUTE M B MNpo-
OYyKTa, W B npoueca, a CKJOHHOCTTa UM
KbM WMHOBATUMBHOCT € ABUraTtensar Ha na-
3apa 3a VKT genHocTw.

ToBa onpefens CbLWHOCTTa Ha ayTCOPCUH-
ra Ha TO3u Masap, Tbi KaTo MHAMBMAUTE
BbpPBAT C YMEHUsATa CU B pPasINYHUTE
npeanpusaTus.
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I1I.

Conclusions

On the basis of scientific literature and
statistical data research concerning the
influence of human resources in the proc-

€ss

of outsourcing of the ICT activities,

the following conclusions can be made:

(1)

(2)

(3)

The human capital seems to be the
main production factor in dynamic
economic conditions. By means of it
companies are able to obtain sus-
tained competitive advantages. The
investments done in human capital
have to precede the ones in material
capital since there is a necessity of
educated personnel that is able to
work with new technologies.

The outsourcing strategy requires
effective and rational usage of hu-
man resources of the company, no
matter whether they are an object or
a subject of the transaction. This is of
prime importance for the activities
that require high-skilled personnel
such as ICT.

The outsourcing of ICT leads to a
change of managerial approach as
well as to the establishment of a new
type of managers with “lateral lead-
ership” qualities. (4) Due to the high
dynamics of the ICT market, the apti-
tude for innovation of human re-
sources in ICT vendors is the main
factor on this market and individuals
are the herald of product and process
innovations in ICT organisations.

II1. NsBoaun

Ha ocHoBa Ha MpoyyBaHETO Ha Hay4HaTa
nuTepaTypa M Ha CTaTUCTUYECKUTE AaHHU

no

npobnemMa ™Morat pga ce HanpasaTr

cneaHnTe n3soan:

(1)

(2)

(3)

Mpn AWHAMUYHM MKOHOMUYECKWN YyC-
NI0OBMS YOBELWKUAT KanuTaa € OCHOB-
HUAT NpPOM3BOACTBEH (akTop C no-
MOLUTa, HA KOWTO OpraHusaunmTe Mo-
rat ga npuaobusaTt KOHKYpPEeHTU rnpe-
amMctea. MHBecTMumuTe B YOBELUKM
kanutan TpsabBa aga npenxoxaaTr WH-
BeCTMUMMTEe, HanpaBeHW B MaTepua-
NeH KanuTan, TbMA KaTo CbLieCcTByBa
HeobxogmmocT oT obyuyeH nepcoHan
3a paboTa c TexHonorumuTe.
CTpaTterusita Ha ayTCOPCUHI M3MCKBA
e(eKTMBHO M pauMOHaNHO U3MNos3Ba-
He Ha 4YOBeLIKUTEe pecypcu Ha npean-
pUATUETO, HE3ABMCMMO Aann ca obekT
nnn cybekT Ha TpaH3akuusaTa. ToBa
BaXu ¢ ocobeHa cuna 3a AeNHOCTUTE,
npn KouTto e HeobxogmMma BMCOKa
KBanndunkaunma Ha nepcoHana, Kak-
BuTO ca KT pgenHoctuTe.
AyTCOPCUHIBT Ha UKT genHocTn Boaw
A0 MpoMsiHa Ha acrnekTuTe Ha MeHu-
IKMBHT@ U M3rpaxxjaHe Ha HOB TuM
MEHNOXXBbPU C KayecTBa Ha ,CTpaHuy-
HW" nuaepun. (4) MNopagn ronsmarta
AnHaMuka Ha KT nasapa CK/IOHHOCT-
Ta KbM MHOBALUMW Ha YOBELIKUS Ka-
nuTan e OCHOBHMUSAT ABUraTesl Ha TO3M
nasap, KaTto HOCUTENN Ha WHOBaUWUMU-
Te B npoaykta wu npoueca B UKT
npeanpusaTuaTa ca MHAnBMauTe.

Acknowledgements:

The author acknowledges Prof. Dr. Diana Antonova from the Department of Management and Busi-
ness Development at the University of Ruse for her support.

BnaropgapHocTu:

ABTOPBT Ha nybnukaumsaTa nlkasea crneumanHa 6narogapHoct Ha npod. A-p OunaHa AHTOHOBa OT
kategpa ,MeHUaXMBHT U 6usHec passutne” KbM PyceHCKM yHuBepcuTeT ,AHren KbHueB” 3a okasa-
HaTa KOHCynTauus.

Reference/Jintepartypa

[1].

[2].

Angle, H.L., Van de Ven, A.H. (2000) Suggestions for managing the innovation journey,
in A.H. Van de Ven, H.L. Angle and M.S. Poole (Eds), Research on the Management of Inno-
vation (pp.663-697). Oxford, UK: Oxford University Press.

Brainbench, Inc. (2006), Global Skills Report - 2006, Talent in the 215 Century. Retrieved

in May, 2010 from
bench_GlobalSkillsReport2006.pdf]

[http://brainbench.com/static/pdf/globalskills/

Brain-

124



The Role of the Human Resources in Outsourcing of ICT Activities

[3].

[4].

[5].
[6].

[7].

[8].
[91.

[10].
[11].
[12].
[13].
[14].
[15].
[16].

[17].

[18].

[19].

Damanpour F., Wischnevsky, J.D. (2006), Research on Innovation in Organisations:
Distinguishing Innovation-generating from Innovation-adopting Organisations, Journal of
Engineering and Technology Management, 23 (4), 269-291.

De Loof, L. (1997), Information Systems Outsourcing Decision Making: A Managerial Ap-
proach, Idea Group Publishing, London.

Eurostat (2009), Europe in Figures: Eurostat Yearbook 2009, European Communities.
Georgieva, P. (2007), Transfer of Activities (Outsourcing) in International Business, Sofia :
University of National and World Economy, PhD Dissertation (unpublished), in Bulgarian.
Gramatikov, M. (2007), Outsourcing of Information and Communication Technologies in
the Bulgarian Public Administration, Sofia: Sofia University, PhD Dissertation (unpublished),
in Bulgarian.

Grigorova, K. (2010), Temporary Employment will be put into Law until 2012, Computer
World Magazine, 13, 12.10.2004 (in Bulgarian).

Krull, H. (2008), The Concept of Human Capital, Journal of Human Resources, 9 (in Bulgar-
ian)

Lacity, M.C., Willcocks, L.P. (2001) Global Information Technology Outsourcing: Search
for Business Advantage, John Wiley & Sons, Chichester.

Lukanov, A, Bozhinov, N., Dimitrov, S. (2008), Countries in the World 2007-2008,
Sofia: Gloria palace (in Bulgarian).

Michell, V., Fitzgerald, G. (1997), The IT Outsourcing Market-place: Vendors and their
Selection, Journal of Information Technology, 12 (3), 223-237.

Peshev, P. (2008), Investments in Human Capital, Journal of Human Resources, 9 (in Bul-
garian).

Prahalad, C. K., Hamel, G. (1990), The Core Competence of Corporation, Harvard Busi-
ness Review 68 (5, 6), May-June, 79-91.

Rossman, F. (1999), A Statement from Arthur Andersen, LLP at the 1999 Outsourcing
World Summit in Las Vegas.

Schumpeter, J.A. (1934), The Theory of Economic Development. Harvard University
Press, Cambridge.

Tushman, M.L., Anderson, P.C., O'Reilly, C. (1997). Technology cycles, innovation
streams, and ambidextrous organisations: organisational renewal through innovation
streams and strategic change. In Tushman, M.L., Anderson, P.C., Managing strategic inno-
vation and change: a collection of readings. Oxford University Press, New York.

Willcocks, L.P., Lacity, M.C. (1998). Strategic Sourcing of Information Systems: Perspec-
tives and Practices. Chichester, England, New York, Wiley

World Economic Forum (2010), The Global Information Technology Report 2009-2010:
ICT for Sustainability, Dutta, S., Mia, I. (Eds.)

125



